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Abstract 
Where to get qualified project managers who understand the specifics of business is relevant question for any large project-
oriented company. Especially this problem is becoming more acute in terms of dynamic changes in the business environment and 
intensifying the processes of labour migration between competing companies. We should not forget the continuous development 
of the discipline of project management, the emergence of new areas of knowledge, technique and new professional Standards. In 
this situation, the Corporate University is becoming an important tool for organising of a process of sustainable development of 
organization project culture taking into account the interests of various internal and external stakeholders. An innovative model 
of sustainable development of IBS project culture is based on three principles.  First, for the trainees, who are coming into the 
company directly from a University bench, it is an organisation of fundamental training on project management. Secondly, to 
consultants, who showed themselves as a potentially project managers, it is the ability to change the trajectory of career growth. 
And finally, for professional project managers, coming from other companies it is their adaptation and further personal 
development based on the business specifics of IBS Company. Main components of the Programme are considered in the paper - 
from training of Master students on the position of a graduate employee (trainee), till coaching for the Project Directors; from the 
study of the Project Management methodology, till practical case studies, formed on the basis of real projects of the company. 
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1. Framework of Competence Development Program 
The question, where to get skilled project managers who understand the specifics of the business, is relevant for 
any large project-oriented company. Particularly acute this problem becomes in dynamic changes in the business 
environment and enhances the processes of labour migration between competing companies. We should not forget 
about the constant development of the discipline of project management, the emergence of new fields of knowledge, 
techniques, and professional standards. 
IBS Company has worked in consulting and IT services, where these factors are added also the high rate of 
renewal of implemented technologies, which often entails the need to change traditional approaches to project 
management. Thus, the development of sustainable company’s project culture requires, on the one hand, to 
comprehend and to use own 20 years of experience in project business, and, on the other hand, to be completely 
open to new approaches, methods and technologies. IBS model of development sustainable project culture is based 
on three principles, corresponding to the main methods of project manager’s replenishment (see Fig. 1). 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 1. Principles of company’s project culture continuous development  
First, for the trainees, who are coming into the company directly from a University bench, it is an organisation of 
fundamental training in the field of project management. Secondly, for the consultants, who showed themselves as a 
potentially successful project managers, it is the ability to change the trajectory of career growth. And finally, for 
professional project managers, coming from other companies it is their adaptation and further personal development 
based on the business specifics of IBS Company.  
A complete implementation of these principles is possible only with the active collaboration of a number of 
stakeholders (see Fig. 2), the most important of them are top-management of the company, HR-service, Project 
Management Office. Main partners in the implementation of the project culture development program are: 
 
x Universities implementing special Master's programs - NITU MISA, MIPT State University, Higher School of 
Economics;  
x Russian national project management association named «SOVNET» conducting accreditation of  Project 
Management training programs in order to confirm their compliance with the requirements of SOVNET NCB 
based on IPMA ICB v.3.0 (ICB, 2006); 
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x Training companies which are providing specialized trainings for development for the project managers’ 
competence. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig, 2. Stakeholders of the Programme of  project culture continuous development 
IBS Corporate University summarizes the requirements and interests of the key stakeholders, forms training 
programs and organizes the learning process, involving internal and external partners. 
2. From Students to Consultants 
Specificity and tradition of consulting and IT business in Russia are such that Project Managers in this area tend 
to grow out of technical experts. Whether it is possible and necessary to use this situation to combine the two roles 
in the projects? Economic considerations make the idea very attractive, so IBS regards consultants as potential 
project managers. Since 2007 IBS (in partnership with leading universities in Russia) implements a Master's 
program in which education in IT and consulting are combined with in-depth study of Project Management as one of 
core disciplines (Sadkov, Tovb & Tsipes, 2010). Master's program scenario (see Fig. 3) is based on full-time study. 
But all the second year of study Master students are working as trainees in the company's projects. It gives them the 
opportunity to learn not only methodology, but practice of Project Management too.  
Master's program is regularly updated and accredited by SOVNET on compliance with national and international 
requirements for knowledge and skills of project management specialists. Years of experience showed that the 
knowledge obtained by undergraduates, enough for their successful certification for level D IPMA 4-L-C. And the 
most successful students in 2-3 years are becoming self-dependent project managers. 
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Fig. 3. Master’s Program Scenario 
3. From Consultants to Project Managers 
Despite the attractiveness of the idea of combining the two roles - the project manager and technical specialist - 
by one person, to achieve the optimum balance of competences is quite difficult. Obviously, for projects of all sizes 
and complexity, this balance has to be different. 
The company released three levels of project’s complexity - low, medium or high complexity. To evaluate the 
complexity of projects using the model based on (GAPPS, 2006). The model includes nine factors that give a 
comprehensive picture of the project – general conditions, technical and organisational complexity, legal terms, 
financial terms, significance of the project, unanimity of stakeholders, the number and diversity of relationships, 
customer’ maturity in project management. Accordingly to the levels of project’ complexity are identified three 
levels of project managers skills - a beginner Project Manager (Junior PM), an experienced Project Manager 
(Mature PM) and Project Director (Master PM). Each level provided with its own model of competencies and 
behavioral profile that formed the logical basis for professional development scenarios. 
Scenario of technical expert’ transition to the role of project manager (see Fig. 4) is connected to give answers to 
some traditional questions: Does he (or she) know it? Can he (or she) do it? Does he (or she) do it? The first part of 
this phase includes distance learning and testing on the general methodology and corporate project management 
standards. The course is based on (PMBOK, 2013) and adapts its main provisions to IBS specific. 
To obtain the primary practical skills of project management applicants go through a specialized training "Project 
Management Plan". Training is organized in the format of a series of workshops, during which participants form a 
key parts of the project management plan - project scope, work breakdown structure, milestones plan, initial project 
risks, budget, organizational structure and project procedures. 
After successful completion of these steps employees are admitted to manage of low complexity projects under 
the supervision of the Project Director. The final result of this stage is getting the employee of the status of Junior 
PM and defining the future path of his professional development. However, to obtain this status, it is necessary to 
pass a test performed in two steps - assessment of qualifications and assessment of competences. 
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Fig, 4. The first stage of the Development Program scenario 
4. Assessment of qualifications and assessment of competences 
Qualifying criteria used to assess the project managers are developed using the recommendations of (GAPPS, 
2006), but not copy them exactly. Assessment model consists of 6 areas of management, 20 elements of 
competence, 49 qualification criteria. Defined also signs of the eligibility rules (the entire model includes 133 signs). 
It is important to note that all assessed knowledge and skills are described and commented in the manuals of 
corporate project management standard. 
The assessment of knowledge is conducted in the format of the test. The test includes 60 multi-choice  questions 
to test knowledge in three areas:  
 
x The general project management methodology, 
x The corporate standards for project management, 
x The ethical and behavioral norms, accepted in the company projects. 
 
The assessment of skills is conducted by a method 360º, covers all of the qualification standards and includes a 
self-evaluation Project Manager (in a several projects) and the evaluation given by the Project Directors. The score 
is given on a 5-point scale on the basis of the analysis of the quality and completeness of the business rules defined 
by the standards of the company (see Table 1). 
Table 1. Scale for assessment result evaluation 
  Quality of business rules and regulations execution 
Completeness of business rules and regulations execution 
Performs some items Performs many of the items Performs all items 
  Allows for systematic violations of regulations 1 2 3 
  Allows for isolated violations of regulations 2 3 4 
  Prevent violations of regulations 3 4 5 
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Employees who have successfully passed qualification tests and assessment, directed to the assessment of 
competence that allows to determine their behavioral profile (Junior PM, Mature PM or Master PM). During 
assessment checked more than 20 competencies, including: 
 
x Systems Thinking - analysis, planning, modeling; 
x Creativity and openness to new ideas; 
x Communication - oral communication and negotiation, business written communication, presentation skills; 
x Managerial competence - management of the project team, understanding the client's, commercial approach and 
others. 
The next steps after completing the assessments are interpretation of the results and defining the path of further 
employee professional development, including recommendations to improve the skills and competence 
development.  
5. From Juniors to Masters 
IBS principles of project managers’ development based on the ideas of Japanese standard P2M (2008), the closest 
to our projects of which are: 
 
x  Focus on solving complex problems. To meet the challenges of the complex project no narrow specialist - 
manager or engineer - is required, you need a professional who can understand the nature of the difficulties, find 
and implement a solution. 
x  Focus on value for the customer and for the company. Project Manager, using the expertise and experience (his 
and his team), solving complex problems, creates new values and generates new knowledge. 
 
Particularly in projects of medium and high complexity these qualities are critically important for the success of 
the project and for the company as a whole. And yet when going to projects of medium and high complexity project 
managers are faced with problems, many of which are completely unexpected for them. Therefore, the search for a 
solution takes too much time, and the solutions themselves are not always optimal. Analysis of problematic projects 
has shown that difficulties often arise in several areas - stakeholders, risks and project team management. That is, 
the most vulnerable are the areas of project management, in which the high importance of the so-called soft skills - 
social skills and personal behavior. If the project manager does not have these skills, the effect of the use of formal 
methods and tools (hard skills) in these areas is reduced dramatically. And this in turn leads to the idea that there is 
no sense to do it and spend time on it. 
Another problem is arising in the ordinary projects stereotypes the use of traditional instruments such as: scope, 
time and cost management. When transferring to more complex projects, these stereotypes often lead to inadequate 
decisions. And project managers are forgetting or just do not know about more "advanced" methods. The second 
stage of professional development focused on these “sore points” projects (see Fig. 5). However, at this stage it is 
important not only to the content of teaching, but also its form. We choose the form of case study with simulating of 
real problem situations (see Table 2).  
As for skills with dominated by formal aspects, training is organized somewhat differently. These topics also are 
discussed using problems of real projects, but the discussions are held in the roundtable. Participants are looking for 
answers to the traditional questions: Why did this happen? What could be done to prevent this situation? How can I 
reduce the negative consequences? It is interesting that the created ideas are often much more interesting than the 
"right answers" found in real projects. 
To confirm the readiness of the project manager to carry out “medium” projects, after going through all the cases 
re-assessment of qualification is held. The transition to complex projects is possible only after gaining experience of 
successful medium-sized projects and positive results re-assessment of competencies. Further professional and 
career project manager development involves international project management certification and participation in 
personal development programs. 
341 Grigory Tsipes et al. /  Procedia - Social and Behavioral Sciences  226 ( 2016 )  335 – 342 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 5. The second stage of the Development Program scenario 
Table 2. Content of the cases  
Case Methods and Standards Soft skills 
Stakeholder 
management 
Stakeholders in the project management 
standards 
Typical models of stakeholders classification 
of stakeholders 
Stakeholder analysis model 
Stakeholder engagement strategies 
Why we are wrong in estimates of stakeholders? 
How to manage expectations? 
How to prepare a relationship? 
How to detect ulterior motives? 
How to deny stakeholders and not to spoil relations? 
What to do if the confidence level drops? 
Project crisis 
management 
"Road map" exception management - risks, 
issues, changes 
Methods of risk identification and analysis 
Strategy of behaviour in times of crisis  
Contract as a way to reduce project risks 
How to tell about the risks so that you heard? 
Why information about the crisis does not reach the 
decision-makers? 
How to report bad news? 
What not to do in a crisis project? 
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Case Methods and Standards Soft skills 
Project team 
management 
Humane resource and team management in 
project management standards 
The life cycle of the project team 
Methodology "Struktogramma - The genetic 
code of the person" of IBSA Institut für 
Biostruktur-Analysen AG 
How to choose the optimum configuration of the team? 
 How to get the right person in the project? 
 How to pronounce the rousing speeches? 
 How to set the task and monitor compliance? 
 How to prevent conflict in the team? 
 How to deal with objections and manipulation? 
 How to motivate and give feedback? 
 
6. Conclusion. Experience the Development Program implementation 
The Program has been operating for more than two years and it is possible to bring the first results. One of 
important outcome of the program is the possibility of combining in simple projects roles of project manager and 
technical leader without losing control. At this position appointed consultants who have received the status of Junior 
PM. In this case more important for the project are their technical competence. Complex management problems in 
such projects, as a rule, do not arise, but in any case responsible management decisions agreed upon a more 
experienced manager. 
For projects of high complexity such a combination is not possible because of the diversity and complexity both 
the technical and managerial problems. Here, the main program of benefits is a higher level of understanding and 
trust managers and consultants. In this case it is equally important both consulting "past" of project managers and 
project management education of consultants. 
As for the medium-sized projects decision must be taken individually. As a rule, the project manager takes some 
meaningful tasks. But full combining of roles in such projects is rather an exception. It is important that these 
projects and the employee, and the company get a fairly complete picture of its capabilities and preferences. This in 
turn allows to correctly determining the direction of further development of career employees. 
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